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We all spend nearly half of our waking activities at work. To understand the role of 
work as a theme of our life, we attempt to explore the country differences as well as 
similarities among Hong Kong, Taiwan and Singapore. 
While Hong Kong workers are found to emphasize more on financial reward, non-
financial reward such as opportunity to learn new things is of paramount importance to 
the workers in Singapore where it is found to have a higher work centrality score and a 
higher job satisfaction level in general. In the case of Taiwan, the societal work goals 
of the respondents stand out very distinctively compared with the other two locations. 
Other demographic variables in relation to work centrality are also examined. We fmd 
that gender difference and job rank difference are of statistical significance but age 
difference is not significant to the work centrality score. 
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As we spend nearly one half of our waking activities at work, the importance of work in 
our daily life is obvious. In this study, we attempt to ask people to step back from this 
stream of activity, this lifelong process and provide us with the meaning they attach to 
it. Moreover, given that working is a universal, pan-cultural phenomenon, it is of 
significance to see whether different cultural traditions impact on why people work and 
how they experience working. Conversely, it will also be of interest to detect whether 
certain relationships, for instance, between job ranks and work centrality, are 
consistent, irrespective of the wider cultural environment. The results will be of 
practical value to company management seeking to develop more effective motivational 
devices for the employees. 
Within this basic focus, the objective of our research is to compare the work meanings 
across the three locations involved in this study. We are interested in both similarities 





For some people, working is primarily an instrument through which they derive their 
basic maintenance and survival, while for others, it also serves as a mechanism through 
which self expression and other social needs are fulfilled. Since working does not have 
the same meaning and function for all people, to start off our project, we would like to 
understand the definition of the concept of working. 
One of the early attempts to define work empirically was carried out by Weiss and 
Kahn (1960) in which one-fifth of the 371 employees interviewed defined work as an 
activity which requires physical or mental exertion. Other writers see work as 
contributing to society. Friedman and Havighurst (1954) found that work is perceived 
as a source of identity and peer/ group relations. A similar approach is presented by 
Morse and Weiss (1955) in which interviewees noted that" work gives them a feeling 
of being tied into the larger society." Shimmin (1966)，however, found that one of the 
distinguishing features of work is that it is not enjoyable. On the other hand, many of 
the definitions of work focus on it as an economic activity or a means of survival. 
Braude (1975) declares that work is simply the way in which a person earns a living. 
Miller (1980) defines work as “ the various ways in which human beings attain their 
livelihoods.，， 
With all these various definitions of work in mind, we attempt to discover the role of 
work in one's life. The concept of work centrality - the degree of importance that 
work, in general, plays in one's life relative to other life spheres appears to have its 
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origin in Weber's (1930) formulation of the Protestant work ethic. Later, Dubin (1956) 
broadened Weber's concept and included it in his formulation of work as a“ central 
life interest.，， 
Given the important role that work plays in one's life, we would also like to explore 
what do people want from their jobs and what are our major work goals. According to 
Herzberg's studies in 1959," The wants of employees divide into two groups. One 
group revolves around the need to develop in one's occupation as a source of personal 
growth. The second group operates as an essential base to the first and is associated 
with fair treatment in compensation, supervision, working conditions, and 
administrative practices. “ He drew a composite of the ranking of the importance of 
fourteen job facets. These facets consisted of the items of : security, interest, 
opportunity for advancement, appreciation, company management, intrinsic aspects of 
job, wages, supervision, social aspects of the job, working conditions, communication, 
hours, ease and benefits. Quinn (1971) found that the importance ratings of twenty-
three job facets (including twelve of the fourteen ranked by Herzberg) indicated that no 
single facet was preeminently important. Vroom (1964) established a connection 
between how important employees say job facets are, and how much job facets 
influence overall job satisfaction. 
On the other hand, there is always a debate on the occurrence of convergence and 
divergence of attitudes on work across cultures. Both Haire (1966) and Sirota and 
Greenwood (1971) found similarities in the order of the importance o f job facets among 
different nationalities. Kraut and Ronen (1975) also concluded that relatively little 
difference exists in the importance of various job facets from country to country. 
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Against these works, other studies have reported divergence and national differences 
among work goals. Kanungo and Wright (1983) researched about the nature of job-
related values and outcomes in four countries : Canada, Japan, France and the UK. 
The survey data revealed that the types of job outcomes sought by managers differ 
significantly from one culture to another. For example, the British managers were 
found to place much greater importance on individual achievement and autonomy than 
did French managers. The French placed greater emphasis on organizationally 
controlled and interpersonally mediated job factors, such as competent supervision, 
sound company policies, fringe benefits, security and comfortable working conditions, 
than do the British. On the other hand, the Japanese attitude resembled more closely 
those of the British and Canadian managers than they do those of the French. 
In Asia, Shenker and Ronen (1987) studied the work goals of managers in the People's 
Republic of China and in other Chinese countries (Hong Kong, Taiwan and Singapore). 
The results suggest three goals on which the Chinese nations do not significantly differ 
-challenge, nonwork time and recognition. Three work goals on which China and the 
other three countries differ significantly are autonomy, coworkers who cooperate, and 
promotion. 
Referring to specific reinforcing conditions found to be important to job satisfaction, 
Weiss, Dawis, England and Lofquist (1964) constructed the Minnesota Importance 
Questionnaire (MIQ) to measure twenty vocationally relevant need dimensions. These 
needs are : ability utilization, achievement, activity, advancement, authority, company 
policies and practices, compensation, coworkers, creativity, independence, moral 
values, recognition, responsibility, security, social service, social status, supervision-
human relations, supervision-technical, variety, and working conditions. 
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Data collected by Porter (1964) from over 1,900 managers samples, showed that the 
high-order needs (social, esteem, autonomy and self-realization) are the most important 
for the managers while pay and certain lower-order needs are rated as being more 
important by the workers. This was built upon the" Hierarchy of Needs Theory" 
proposed by Maslow. 
From all these previous research, we note that not only do people assign many 
meanings to working, but the patterning of those meanings also varies. Schein (1980) 
has advanced a view of complex man with a complex pattem of work meanings and 
values changing with age, stage of career development, changes in work environment 
and other influences. An example of this is demonstrated in the study by Selmer and 
de Leon in 1993. They compared the work-related cultural values between 
managers employed by Swedish subsidiaries in Singapore and a group of managers 
employed by non-Swedish companies. There is a fundamental disparity in work values 
between the two groups. Little tension and stress on the job, good physical working 
conditions, security of employment, as well as cooperation and helpfulness between 
colleagues were shown to be more important to the Singaporean employees of Swedish 
companies than to other Singaporean managers. 
As regards to the most comprehensive academic research over the meaning of work, up 
till now, the Meaning of Work (MOW) research project (1978 - 1984) represents a 
collaborative research effort to investigate, within eight industrialized nations, the 
meanings people attach to work. Out of this study, four MOW patterns are identified :-
Instrumental MOW pattern : people for whom work does not occupy a very central 
place in their lives; but rather, is an instrument to obtain income; 
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Expressive work centrality MOW pattern : people who stress the importance of 
working where they can express themselves; work is central in their lives; 
Entitlement and contact orientation MOW pattern : people who emphasize the right to 
work as contrasted with the duty to work and place high value on the social contact 
dimension of working as an important outcome; 
Low entitlement MOW pattern : people who have extremely low entitlement 
orientation to working which is only slightly counterbalanced by a medium obligation 
orientation. 
In the MOW study, both the socio-environmental and individual developmental 
variables are explored. It was found that age, education and sex are the most powerful 
biographical discriminants of MOW patterns. For socio-environmental variables, it 
was found that job variables like quality of work and organizational characteristics also 
relate strongly to the MOW patterns. On the other hand, in terms of the consequences 
of work, it was found that contrasting MOW clusters of respondents have large 
differences in work attachment, job preferences and job satisfaction. 
For our current project, we select the following major meaning of work variables in the 
MOW model as our focus of study :-
l)Work centrality : Since different people may have different values - the work segment 
can occupy a central or most preferred position among life spheres, share a position 
with other life spheres, or occupy a peripheral or less preferred position in one's life, we 
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are thus interested to find out how this work centrality concept relates to the extent that 
the individual chooses to be involved or committed to the work segment. 
2)Societal norms : we mainly focus on two evaluation standards - entitlement work 
norms (individual rights or entitlements that have been agreed upon as a responsibility 
of society to its citizens) and obligation work norms (the i n d i v i d u a l ' s obligation to the 
employer and to society through working). 
3)Valued working outcomes and work goals : To answer the basic question of why 
people work (and to some extent, why they exert more or less effort at work), we 
attempt to uncover what outcomes individuals seek for working and what ftmctions are 
served for the individual through the process of working. 
As described in the above, the literature on work values, work goals, work outcomes, 
job satisfaction and reward preference is colossal but the studies on work meanings are 
much more limited. Our present study, which adds to the above literature, is unique in 




A questionnaire was designed to collect information on the employees' perceptions of 
work and satisfaction with various job factors in the three branch offices of United 
Parcel Services (UPS) in Asia Pacific. 
UPS is a US-based courier service company and has entered the Asia arena in 1988. 
By 1996, she has established six branch offices (Hong Kong, Taiwan, Singapore, 
Australia, Thailand, Malaysia) and three joint ventures (China, Korea, Japan) and 
various agent operations (Philippines, Indonesia, Guam, Vietnam) throughout Asia. 
Among the branch offices, we select the three largest and longest established branch 
office in Asia for study, namely Hong Kong, Taiwan and Singapore. 
Measures 
The questionnaire consists of seven parts. The first part of the questionnaire elicited 
demographic data from the respondents, such as age, gender, education and years of 
working experience in total and in the organization. Secondly, the respondents were 
asked to select their definitions of work. In the third part, the respondents were asked 
to indicate their work centrality by using a seven-point scale and to allocate 100% of 
importance among the six common identified segments in life. Fourthly, the 
respondents were asked again to allocate 100% of importance to the various functions 
of working and to rank their top five perceived important work goals among the eleven 
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facets of work goals. Rank ordering was used, rather than cardinal values, to avoid the 
problem inherent in cross-cultural measures of one group tending to place consistently 
higher or lower values to all outcomes. In the fifth and sixth parts, the respondents 
were asked to indicate their job satisfaction level towards their present job and to 
express their agreement towards some normative societal norms about working. The 
questionnaire ends by asking the respondents to imagine an ideal job and to indicate 
their perceived importance by assigning weights of 1 to 5 to seventeen randomly 
displayed job elements. 
Sample and Procedure 
Data were gathered by distributing the questionnaires to all the employees through the 
Human Resources Departments in the three UPS locations in February 1996. The 
English language version of the questionnaire was distributed throughout Singapore 
while the Chinese version was adopted in Taiwan. Due to its bilingual context in Hong 
Kong, the English version was distributed to the administrative and management staff 
while the Chinese version was distributed to the operational departments e.g. drivers in 
Hong Kong. Copies of the questionnaires and covering letters are attached as Appendix 
1 and 2. It is reiterated throughout the survey that responding to the questionnaires 
should be on a voluntary basis and the result will be kept confidential and anonymous. 
The response rate is 43.7% for Hong Kong (239 out of 547 employees), 32.1% for 
Taiwan (144 out of 448 employees) and 26.6% for Singapore (92 out of 346 
employees). 
10 




Hong Kopg Taiwan Singapore Total 
1 ^ n o ^ 45 2Sl 
(60.5%) (23.5%) (16.0%) 
[71.1%] [46.2%] [50.0%] 
Female""^^ T! 45 m 
(36.1%) (40.3%) (23.6%) 
[28.9%] [53.8%] [50.0%] 
TV)tal 239 ‘ 143 ~ 90 472 




Hong Kong Taiwan Singapore Totai 
Below 21 2 6 1 9 
(22.2%) (66.7%) (11.1%) 
[0.8%] [4.2%] [1.1%] 
^ 66 33 15 114 
(57.9%) (28.9%) (13.2%) 
[27.7%] [22.9%] [16.3%] 
^ m 57 36 209 
(55.5%) (27.3%) (17.2%) 
[48.7%] [39.6%] [39.1%] 
^ M 26 23 100 
(51.0%) (26.0%) (23.0%) 
[21.4%] [18.1%] [25.0%] 
36-40 2 11 14 27 
(7.4%) (40.7%) (51.9%) 
[0.8%] [7.6%] [15.2%] 
41-45 1 8 2 11 
(9.1%) (72.7%) (18.2%) 
[0.4%] [5.6%] [2.2%] 
46-50 0 2 1 3 
(0%) (66.7%) (33.3%) 
[0%] (1.4%) [1-1%] 
51 or above 0 1 0 1 
(0%) (100.0%) (0%) 
[0%] [0.7%] [0%] 
^ 238 144 91 474 




Hong Kong Taiwan Singapore Total 
Chinese 224 116 46 386 
(58.0%) (30.1%) (11.9%) 
[94.1%] [82.3%] [50.0%] 
Indian 2 0 13 15 
(13.3%) (0%) (86.7%) 
[0.8%] [0%] [14.1%] 
Malays 0 0 30 30 
(0%) (0%) (100.0%) 
[0%] [0%] [32.6%] 
Others 12 25 3 40 
(30.0%) (62.5%) (7,5%) 
[5.0%] [17.7%] [3.3%] 
Total 238 141 92 471 




Hong Kong Taiwan Singapore Total 
Married 91 44 61 196 
(46.4%) (22.4%) (31.1%) 
[38.1%] [31.0%] [67.8%] 
Never Married 142 95 29 266 
(53.4%) (35.7%) (10.9%) 
[59.4%] [66.9%] [32.2%] 
Divorced/Separate 6 3 0 9 
(66.7%) (33.3%) (0%) 
[2.5%] [2.1%] [0%] 
ssaaaa ssssss : = : ^ = = | j j 
Total 239 142 90 471 
( ) = R o w % [ ] = Column % 
TABLE5 
FAMELY MEMBERSfflP 
Hong Kong Taiwan Singapore Total 
0 - 1 member 75 88 25 188 
(39.9%) (46.8%) (13.3%) 
[32.5%] [62.4%] [27.8%] 
2 - 3 members 121 48 39 208 
(58.2%) (23.1%) (18.8%) 
[52.4%] [34.0%] [43.3%] 
More than 4 members 35 5 26 66 
(53.0%) (7.6%) (39.4%) 
[15.2%] [3.5%] [28.9%] 
^ — " ——— j j ~|————^~ gp^ M^g^  ^^^*^ 
Total 231 141 90 462 




HongKong Taiwan Singapore Total 
Primary 0 3 4 7 
(0%) (42.9%) (57.1%) 
[0%] [2.1%] [4.4%] 
Secondary 178 24 50 252 
(70.6%) (9,5%) (19.8%) 
[75.1%] [16.9%] [54.9%] 
Post Secondary 35 82 27 144 
(24.3%) (56.9%) (18.8%) 
[14.8%] [57.7%] [29.7%] 
University or above 24 33 10 67 
(35.8%) (49.3%) (14.9%) 
[10.1%] [23.2%] [11.0%] 
Total 237 142 91 470 
( ) = R o w % [ ] = Column % 
TABLE7 
JOBRANK 
Hong Kong Taiwan Singapore Total 
Administrative staff 93 % 54 243 
(38.3%) (39.5%) (22.2%) 
[39.1%] [68.1%] [62.1%] 
Operational staff 116 33 16 165 
(70.3%) (20.0%) (9.7%) 
[48.7%] [23.4%] [18.4%] 
Manager/Supervisor 29 12 17 58 
(50.0%) (20.7%) (29.3%) 
[12.2%] [8.5%] [19.5%] 
Total 238 141 87 466 
( ) = R o w % [ ] = Column % 
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TABLE 13 
NUMBER OF YEARS OF FULL X m E WORKEVG EXPERffiNCE 
Hong Kong Taiwan Singapore Total 
0 - 2 years 26 39 9 74 
(35.1%) (52.7%) (12.2%) 
[10.9%] [27.1%] [9.8%] 
3 - 5 years 46 38 14 98 
(46.9%) (38.8%) (14.3%) 
[19.2%] [26.4%] [15.2%] 
6 - 8 years 64 26 25 115 
(55.7%) (22.6%) (21.7%) 
[26.8%] [18.1%] [27.2%] 
Over 8 years 103 41 44 188 
(54.8%) (21.8%) (23.4%) 
[43.1%] [28.5%] [47.8%] 
Total 239 144 92 475 
( ) = R o w % [ ] = Column % 
TABLE 9 
NUMBER OF YEARS WORKENfG m UPS 
Hong Kong Taiwan Singapore Total 
0 - 2 years 106 81 36 223 
(47.5%) (36.3%) (16.1%) 
[44.4%] [56.3%] [39.1%] 
3 - 5 years 96 47 42 185 
(51.9%) (25.4%) (22.7%) 
[40.2%] [32.6%] [45.7%] 
6 - 8 years 28 12 10 50 
(56.0%) (24.0%) (20.0%) 
[11.7%] [8.3%] [10.9%] 
Over 8 years 9 4 4 17 
(52.9%) (23.5%) (23.5%) 
[3.8%] [2.8%] [4.3%] 
I ^^^^^^^^^^^^^^ss^^^ss - L ^ - g g g g g ^ ^ = ^ ^ = = ^ ^ ^ s : s s = a a s s ^ ^ ^ = 
Total 239 144 92 475 
^ ^ * • ^ • • ^ • • • • ^ • • ^ ^ • " ^ " • ^ " " " • ^ ^ ^ ^ " • • • ^ " • " " ^ ^ " ^ • ^ " • " • " " " • " ^ " • • • " " ^ ^ ^ “ 
( ) = R o w % [ ] = Column % 
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We notice that over 70% of Hong Kong respondents are males while the other two 
locations draw an equal split of response of around 50% for either sex (Table 1). 
This may be due to the fact that nearly 50% of the respondents in Hong Kong are 
operation people e.g. drivers, hub assistants while over 60% of the respondents in 
Taiwan and Singapore are administrative and office personnel. Singapore records the 
highest participation rate of the management people with 19.5% of the respondents are 
management rank while the figures are only 12.2% in Hong Kong and 8.5% in Taiwan 
(Table 7) 
Concerning the age group distribution, we also note that while 76.4% of the 
respondents in Hong Kong are in the younger age band (age 21- 30), the respective 
figures are 62.5% for Taiwan and 55.4% only for Singapore. Instead，a higher 
proportion of the Singapore respondents (40.2%) are in the more mature age group of 
31-40 versus the 22.2% in Hong Kong and 25.7% in Taiwan (Table 10). Also, nearly 
70% of Singapore respondents are married while this figure is only 38.1% in Hong 
Kong and 31% in Taiwan (Table 4). For ethnicity distribution, Singapore shows its 
multi-race characteristic with 46.7% of respondents are in the race of either Indian or 
Malays (Table 3). 
Although the authors acknowledge that the individuals responding to the survey may be 
more motivated and have a more positive view about working than the employees in 
general, we believe, however, that the present sample sets are sufficiently similar and 




This chapter depicts the major findings of the project, providing summary and 
highlights of the results obtained from the research, details of which are accommodated 
in the Appendix Section of the report. 
Definition of work 
We adopted the list of 14 statements from the MOW study for the respondents to 
indicate which statement or idea identifies an activity as working in their view by 
scoring from 1 (strongly agree) to 5 (strongly disagree). 
It was found that item l l D " If it belongs to your task" has the lowest mean score 
implying that there is a highest agreement with it. This was closely followed by item 
11L “ If you have to account for it，，and item l l K " If you get money for doing it." 
On the contrary, the least agreeable item was 11J “ If it is not pleasant. ” 
18 
TABLE 10 
MEAN SCORE DISTRffiUTION BY WORK DEFTNTHON STATEMENT 
Item Statement Mean Score Standard 
Deviation 
D If it belongs to your task 2.015 [QQQ 
L If you have to account for it 2.071 1-002 
K If you get money for doing it 2.200 1A12 
M If you have to do it 2.321 1.066 
G If it is mentally strenuous 2.365 1-098 
F If，by doing it, you get the feeling of belonging 2.366 1.081 
A If you do it in a work place 2.410 lA66 
E If you do it to contribute to society 2.446 1.071 
I If it adds value to something 2.549 1-087 
N If others profit by it 2.693 1.096 
H If you do it at a certain time 2.725 1.274 
B If someone teUs you what to do 2.737 1-082 
C If it is physically strenuous 2.116 l.lQQ 
J If it is not pieasant 3.284 1.122 
(1 = strongly agree, 5 = strongly disagree) 
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In the MOW study, work definitions were depicted by the following four clusters :-
Concrete : Work which has a definite work place, work hours; one has to do it; can get 
money for doing it and is not pleasant 
Social : Work which allows one to contribute to the society; help others and derive a 
sense of belonging 
Duty : Work which belongs to one's task and one is obligated to account for it 
Burden : Work which is physically or mentally strenuous 
Following this study, the distribution for the total combined national samples is 
depicted in the following table : 
TABLE 11 
MEAN SCORE BY CLUSTERS 
Cluster XMOW Study) Mean Score* Item No. 
Concrete 2.588 A，H，J，K’M 
Social 2.502 E,F,N 
D ^ 2.043 DJ^ 
Burden 2.571 C,G 
*Mean score = unweighted averages of scores of items in each cluster 
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We find that all three countries most agree to the “ Duty “ definition by scoring the 
least mean score to it. This is particularly strong in the case of Taiwan. On the other 
hand, Singapore samples show their least agreement to the" Burden “ work definition. 
In general, all three countries tend less agree to the “ Concrete “ definition. 
TABLE 12 
MEAN SCORE BY CLUSTERS AMONG COUNTRffiS 
Cluster (MOW Study) Mean Score* 
Hong Kong Taiwan Singapore 
Concrete 2.6299 2.4500 2.6977 
Social 2.6083 2.2910 2.5540 
Duty 2.1282 1.8162 2.1733 
Burden 2.5016 2.4041 3.0165 
*Mean score = unweighted averages of scores of items in each cluster 
(1 = strongly agree, 5 = strongly disagree) 
In order to identify work definition patterns and to reduce the number of work 
definition notions to a smaller meaningful set, we performed a factor analysis. Three 
factors were extracted using principal component analysis. The factors with 
eigenvalues > = 1 were rotated to orthogonal simpler structure by Varimax method 
(Appendix IV). The total variance accounted for was 51.7%, A cluster analysis is 
conducted so as to group together the respondents who selected similar work definition 
item to form homogeneous definitional group. 
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Our work-definition clusters can be described as follows :-
1) Cluster One - “ Basic “ (task/ place/ instruction-oriented) work definition for 
which the respondents describe work as activities that :- (A)“ If you do it in a work 
place，，’ (B) “ If someone tells you what to do", (C)“ If it is physically strenuous" and 
(D) ‘‘ if it belongs to your task.，， 
2) Cluster Two -“ Traditional" work definition : people who defined working in 
terms of (H) “ If you do it at a certain time “, (J) “ If it is not pleasant", (K) “ If you 
get money for doing it，，，（M) “ I fyou have to do it，，’ (N) “ If others profit by i t . “ 
3) Cluster Three _ “ Sophisticated，，work definition for whom working is an 
activity which (E) “ You do it to contribute to society，，，(F)" You get the feeling of 
belonging ,，，（G)“ Is mentally strenuous," (I)" Adds value to something," (L)“ You 
have to account for i t . “ 
Generally, the national samples differ considerably in the way their labor forces are 
distributed among the captioned three work definitional groups. The major difference 
is while 45.9 % of Hong Kong respondents fall into the ‘‘ Traditional “ type, another 




DISTRrounON OF WORK DEFmiTION CLUSTERS AMONG COUNTRBES 
Hong Kong Taiwan Singapore 
(N = 229) (N = 131) (N = 84) 
Basic 70 39 22 
(30.6%) (29.8%) (26.2%) 
Traditional l_^ ^ 25 
(45.9%) (29.8%) (29.8%) 
Sophisticated 54 53 37 
(23.6%) (40.5%) (44.0%) 
Chi-square test shows interdependence between cluster types and country samples at confidence level > 95 % 
Reviewing the different ranks' perceptions of the work definitions, 48.2 % of the 
Managers and Supervisors tend to fall under the “ Sophisticated ” work definition group 
which is strikingly different from the 20.9% of Operation staff and 35.4% of 
Administrative staff. 
TABLE 14 
DISTRffiUnON OF WORK DEFEVITION CLUSTERS AMONG JOB RANKS 
Administrative Operation Manager/Supervisor 
Basic ^ 48 H 
(28.4%) (31.4%) (30.4%) 
Traditional 83 73 \1 
(36.2%) (47.7%) (21.4%) 
Sophisticated ^ 32 rj_ 
(35.4%) (20.9%) (48.2%) 




In the MOW study, a concept of “ work centrality “ was developed to focus on the 
generalized importance of working. This deals with the relative importance of working 
in one's life at any given point in time. 
Following this study, we used two questions as indicators to measure this concept. 
Firstly, the respondents were asked to rate the importance of work in their life by a 7-
point scale (Question 12). Secondly, the respondents were to evaluate the importance 
of work relative to other major life areas like family, community, religion and leisure 
through assigning a total of 100 points in these five major life areas (Question 13). 
The work centrality measure mean is 7.71 (minimum = 2 and maximum 二 10) with a 
standard deviation of 1.45 for the combined national samples for the three countries. 
The data from each country are weighted equally, regardless of sample size in obtaining 
the given parameter estimates. Hong Kong and Taiwan both demonstrated a similar 
work centrality scores of 7.61 whereas Singapore is significantly different from the 
other two countries by having a mean work centrality scores of 8.16. 
TABLE 15 
WORK CENTRALITY SCORE _ A N SCORE) FOR EACH 
Country Mean scores 
Hong Kong (N = 237) TM 
Taiwan (N = 139) m 
Singapore (N = 84) ^ 
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Again, looking at the percentage distribution by country, more than 70% of samples in 
Singapore are high centrality people while that proportion is only 59.3% in Taiwan and 
57.8% in Hong Kong. 
TABLE 16 
PERCENTAGE DISTWBUTION OF WORK CENTRALITY SCORE BY COUNTRY 
High Centrality ftfoderate GentraIity Low 
centrality 
Scores 8,9,10 Scores 5,6,7 Scores 2,3,4 
Hong Kong (N = 237) 57.80% 40.50% 1.70% 
Taiwan (N = 139) 59.30% 35.70% 5.00% 
Singapore (N = 84) 71.80% 28.20% 0.00% 
All Countries (N = 460) 60.80% 36.80% 2.40% 
As regards to the gender difference, as a general population pattern, the males have 
higher work centrality scores than the females. This is a consistent pattern across the 
board. Noticeably, this divergence between the males and females is particularly 
obvious in Singapore and least obvious in Taiwan. 
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TABLE 13 
DISTmBUTION OF WORK CENTRALITY MEAN SCORE BY SEX AMONG EACH COUNTRY 
Country _； Mean scores 
Combined national samples (N = 460) M_= 7.83* 
^ lM 
Hong Kong (N = 237) ^ 7.71* 
1^ 7_M 
Taiwan (N = 139) f ^ JJ2 
_ _ _ F _ = 1 ^ 
Singapore (N = 84) ^ 8.43* 
F = 7 ^ 
*Mean score which is significantly different between that of male and female at confidence level = 95%, 
On the other hand, age as a demographic variable is found statistically not significant to 
be related to the work centrality score. Instead, the number of years of full time 
working experience is found to be moderately related (r = . 466) to the work centrality 
scores. 
When we view from the job rank perspective, we find that the managerial and 
supervisory staff do have significantly higher work centrality scores than the 
administrative and operational rank. 
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TABLE 18 
WORK CENTRALITY SCORE FOR EACH JOB RANK ACROSS THE BOARD 
JobRank Work Centrality Scores 
Administrative (N = 235) 7.5787 
Operational (N = 163) 7.6810 
Manager/supervisor (N = 56) 8.2857 
Referring to Table 10 below for Question 13，it was found thaf My work" and" My 
family “ each occupies nearly one third ofthe 100% importance allocation whereas 
“ My leisure “ and “ My community “ occupies 18.2% and 9% respectively. “ My 
religion “ scores 7% as the least important life area. 
Going down to see the country level difference, we fmd that Singaporean samples 
appear to put particularly little emphasis on My Leisure and My Community, especially 
when compared with Hong Kong and Taiwan. On the other hand, they put a heavier 
emphasis on My Religion than the other two locations. 
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TABLE 13 
PERCENTAGE DISTRffiUTION AMONG THE AREAS OF U F E 
Combined Hong Kong Taiwan Singapore Remarks 
national (HK) (TW) (SG) 
sample 
My leisure 18.2% 19.88% 18.13% *13.83% SG<HK&TW 
My community 9.00% 9.26% 10.27% *6.45% SG<HK&TW 
My work 33.7% 34.11% 32.94% 33.72% N.S.D 
My religion 7.00% 4.87% 6.68% *12.99% SG>HK&TW 
My family 32.1% 31.87% 31.98% 33.01% N.S.D 
*ANOVA test, mean score significantly different from others at confidence level = 95% 
N.S.D = No significant differences in mean scores among the countries 
We also use a lottery question (Question 18) to measure an individual's non-financial 
commitment to working. In the combined national sample of the three countries, 
93.5% of individuals replied that they would continue to work even if all financial 
needs were eliminated. Out of which, nearly 40% of them continue to work will choose 
to stay in the same job. Interestingly, there is a significantly higher proportion of 
Singapore samples choose to stop working after winning a lottery. On the other hand, 
Hong Kong and Taiwan demonstrate another pattem which is quite consistent between 
these two countries. 
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TABLE 13 
DISTRTOUnON OF LOTTERY CHOICES 
Choice Combined national Hong Kong Taiwan Singapore 
sample . ： :: 
I would stop working 6.50% 5. 60% 3.60% 13.80% 
I would continue to work in the 36.60% 35.60% 35.30% 41.40% 
same job 
I would continue to work but with 56.90% 58.80% 61.20% 44.80% 
changed conditions 
Chi-square test shows interdependence between choices and country samples at confidence level > 95% 
Also, relatively speaking, more females than males will choose to stop work after 
winning a lottery. This is quite a consistent pattern across the board. 
TABLE 21 
DISTWBUnON OF LOTTERY CHOICES CVIALE) 
Choice Combined national Hong Kong Taiwan Singapore 
sample : . 
I would stop working 6.20% 5.50% 3.10% 13.60% 
I would continue to work in the 37.60% 35.80% 33.80% 50.00% 
same job 
I would continue to work but 56.20% 58.80% 63.10% 36.40% 
with changed conditions 
100.00% 100.00% 100.00% 100.00% 
Chi-square test shows interdependence between choices and country samples at confidence level > 95 % 
29 
TABLE 13 
DISTRffiUTION OF LOTTERY CHOICES (FEMALE) 
Choice Combined national Hong Kong Taiwan Singapore 
sample — 
I would stop working 7.10% 5.90% 4.10% 4.30% 
I would continue to work in the 35.50% 35.30% 37.00% 33.30% 
same job 
I would continue to work but 57.40% 58.80% 58.90% 52.40% 
with changed conditions 
100.00% 100.00% 100.00% 100.00% 
Chi-square test shows the possibility that there is an association between choices and country samples is very low 
Work functions 
To shed light on the basic question of why people work, we aim to explore the 
outcomes individuals seek from working and what functions are served for the 
individual through the process of working. Question 14 asks each individual to assign 
a total of 100 points to the six broad functions or outcomes of working. Table 23 
shows the mean number of points assigned to each working function by country 
samples. It shows that the income-producing function of working is perceived as the 
most important function by the labor force in every country as on the average, more 
than one-third of the points are assigned to this function. 
The interpersonal function of working (permitting you to have interesting contacts with 
other people) and the intrinsic function of working (working being basically interesting 
and satisfying to the individual) is second and third in importance. Relatively, the 
societal function of working (to serve society) is of minor importance. 
30 
For country differences, we note that the Taiwan samples appear to be quite distinct as 
they put less emphasis on the income-producing function and more emphasis on the 
societal functions when compared with Hong Kong and Singapore. 
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TABLE 23 
PERCENTAGE OUT OF 100% ASSIGNED TO WORK FUNCTIONS BY COUNTRY SAMPLES 
ITEM Combined Hong Kong Taiwan Singapore Remarks 
national 
sample 
Givesyoustatus& 12.76% 12.55% 13.33% 12.4% N.S.D 
prestige 
Provides you with an 37.06% 38.17% 33.91% 39.14% N.S.D 
income that is needed -
Keeps you occupied 12.89% 13.22% 12.16% 13.20% N.S.D 
Have interesting contacts 14.21% 14.09% 14.96% 13.34% N.S.D 
with people 
Useful way to serve 9.82% 9.23% 11.42%* 8.84% TW > HK & 
.^ SG society 
Interesting and satisfying 13.34% 12.79% 14.21% 13.38% N . S . D _ 
*ANOVA test, mean score significantly different from others at confidence level = 95% 
N.S.D = No significant differences in the mean scores among the countries 
Work goals 
Another way to understand what is important to individuals in their working life is to 
focus on a uniform set of work goals or facets of working and to ascertain how 
important each is to individuals. It is often argued that the perception on the 
importance of various work goals will impact on the effectiveness of various 
motivational devices. 
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Respondents in our current study evaluated 11 facets of work or work goals in terms of 
their importance (Question 15). They were asked to select and rank the top five 
important work goals. All of the 11 facets, with the exception of variety are similar to 
the facets unitized by Quinn (1971) and Quinn and Cobb (1971) and most of them 
(interesting work, good pay, good job security, convenient work hours, good physical 
working conditions, good interpersonal relations, good opportunity for promotion) are 
similar to the facets reported by Herzberg and others (1957). 
For the combined national samples, the most important work goal is to have" Good 
pay “ while next in line are “ A lot of opportunity to learn new things" and “ 
Interesting work. “ When we take the top three work goals as a whole, more than half 
of the total population opt for" Good pay ” as one of the top three work goals while “ 
A lot of opportunity to learn new things" stand close as the second alternative. On the 
other hand, “ Good job security “ has replaced “ Interesting Work “ by a narrow 
margin as the third most important work goal. 
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TABLE 13 
DISTmBUnON OF RANKES[GS ON WORK GOALS 
Item Description As No.l work goal As one of top 5 
workgoals 
A A lot of opportunity to learn new things 18.3% 42.7% 
B Good interpersonal relations 4.4% 25.7% 
C Good opportunity for upgrading or promotion 6.5% 24.8% 
D Convenient work hours 4.0% 16.5% 
E A lot of variety 1-9% H-8% 
F Interesting work 13.1% 31.8% 
G Goodjob security H-2% 34.3% 
H A good match between your job requirements 7.2 % 23.4 % 
and your abilities and experience 
I Good pay 26.3% 55.2% 
J Good physical working conditions 1-1% 10-3% 
K A lot of autonomy 3.6%| 15.4% 
When we go down to the country level, we notice that Taiwan respondents appear to 
place more emphasis on “ The opportunity to learn new things" and “ Interesting 
work，，relative to the other two locations, especially Hong Kong. 
On the other hand, Hong Kong samples treasure more on “ Good pay “ and “ Job 
security “ and “ Convenient work hours “ than their counterparts in Taiwan and 
Singapore. 
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For Singapore, it is the only location in which the work goal of" Having a lot of 
opportunity to learn new things" has surpassed “ Good pay，，in the selection of top 
three work goals. 
TABLE 25 
DISTmBUnON OF TOP 3 WORK GOALS AMONG COUNTRIES 
Item Description Poputotion Hong Kong Taiwan Singapore 
A A lot of opportunity to leam new things 42.7% 36.0% 47.2% 53.3% 
B Good interpersonal relations 25.7% 27.6% 24.3% 22.8% 
C Good opportunity for upgrading or 24.8% 26.4% 17.4% 32.6% 
promotion 
D Convenient work hours 16.5% 20.1% 10.4% 14.1% 
E Alot ofvariety 11.8% 15.9% 11.8% 1.1% 
F Interesting work 31.8% 26.8% 41.0% 30.4% 
G Goodjob security 34.3% 37.2% 31.9% 30.4% 
H A good match between your job 23.4% 21.8% 23.6% 27.2% 
requirements and your abilities and 
experience ； 
I Good pay 55.2% 61.5% 50.7% 45.7% 
J Good physical working conditions 10.3% 7.9% 16.7% 6.5% 
K Alot ofautonomy 15.4%| 13.0%| 19.4%| 15.2% 
In exploring into the question of whether males and females have work goal 
differences, we find from the following table that while the males are more concerned 
about (C) Promotion and (G) Job security, the females appear to lean more towards the 
work goal of (A) Opportunity to learn new things. 
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TABLE 26 
COMPARISON OF MEANS SCORES^"'' OF TOP 3 GOALS BY GENDER 
Item Description Male Female 
A A lot of opportunity to leam new things *0.37 0.51 
B Good interpersonal relations 0.29 0.22 j 
C Good opportunity for upgrading or 
promotion *0.28 0.19 
D Convenient work hours 0.15 0-18 
E A lot of variety 0.12 0 J 2 
F Interesting work 0.29 0-37 
G Goodjob security *Q-41 0.25 
H A good match between your job 0.22 0.26 
requirements and your abilities and 
experience 
I Good pay 0 ^ ^ 
J Good physical working conditions OJJ Q-Q9 
K A lot of autonomy 0.15| 0.16 
**Mean score which is significantly different from the other at confidence level = 95% 
Note : For each candidate, any item (A-K) which is one of the top 3 goals will be scored ‘1’ or otherwise '0'. 
The mean score of each item for the gender group is calculated by the total score of that item in each group 
divided by the group size. Larger mean scores reflect more people choose that item as the top 3 goals. 
Societal Norms 
This question investigates the two societal norms about working (the rights and duties 
pertaining to working). Seven out of ten statements in the MOW study were extracted 
and they can be grouped into the entitlement norm (17B, 17C, 17E, 17G) and obligation 
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norm (17A, 17D, 17F). The entitlement norm represents the underlying work rights of 
individuals and the work-related responsibility of organizations and society toward all 
individuals. This norm includes the notions that all members of society are entitled to 
meaningful and interesting work, proper training to obtain and continue in such work, 
and the right to participate in work/ method decisions. The obligation norm represents 
the underlying duties of all individuals to society with respect to working. This norm 
includes the notion that everyone has a duty to contribute to society by working, a duty 
I 
to save for their own future, and the duty to value one's work, whatever its nature. ‘ 
Reading the following table, we note that the most popular statement with the lowest 
mean score is (17G) stating that a supervisor should ask workers for suggestions in 
change in work method. On the other hand, the least popular statement is (17D) saying 
that an individual should save for the future. 
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TABLE 13 
MEANS SCORE ON ITEMS MEASURT^G SOCBETAL NORMS AMONG COUNTRffiS 
Item Statement Combined Hong Kong Taiwan Smgapore Remarks ^ ®^ ® 
national 
sample 
A Duty to contribute to 1.85 1.99 *1.55 1.94 T W > H K & S G 
society 
B Employer responsible 2.00 2.04 2.06 *1.79 S G > H K & T W 
for retraining 
C Entitled to interesting 1.88 *2.05 1.63 1.82 H K < T W & S G 
and meaningful work 
D AUocate a large portion 2.12 2.23 2.13 *1.80 SG > HK & TW 
of income for savings 
E Job should be provided 1.80 *1.95 1.65 1.64 H K < T W & S G 
to every individual 
desires to work 
F A worker should value 2.00 2.07 *1.78 2.19 T W > H K & S G 
the work he or she 
does 
G When a change in work 1.56 *1.76 1.33 1.43 H K < T W & S G 
methods must be 
made, a supervisor 
should be required to 
ask workers for their 
suggestion 
*ANOVA test, mean score significantly different from others at confidence level = 95% 
Note : 1 = strongly agree and 5 = strongly disagree, “A > B" in Remarks means A agrees to the statement more than B does 
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In terms of the relative balance between the entitlement norm and the obligation norm, 
in general there is a relatively larger tendency across the board towards entitlement 
work norms than the obligation one. 
TABLE 28 
BALANCE BETWEEN ENTITLEMENT AND OBLIGATION NORM ESf EACH COUNTRY 
1 
JVlean Score* 
Cluster qvlOW Population Hong Kong Taiwan Singapore Item No. 
Study) 
Entitlement 1-81 1.95 1.67 1.67_B，C，E，G 
Obligation 1.99 2.10 1.82 1.98 |A,D,F 
*Mean score = unweighted averages of scores of items in each cluster 
(1 = strongly agree, 4 = strongly disagree) 
Moreover, Singapore samples appear to tend to agree to (17B) with" employer to be 
responsible for retraining" as well as (17D) “ save for the future." On the other hand, 
Taiwan samples tend to be more favorable towards (17A)" duty of everyone to ' 
contribute to society ” as well as (17F) “ a worker to value one's job irrespective to job 
nature.，，Hong Kong samples, unlike their counterparts iffaiwan and Singapore, do 
not go much for the idea that “ a job should be provided to every individual who 
desires to work.，， 
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•Tob satisfaction 
Job satisfaction refers to a personal feeling resulting from the evaluation of the job one 
has experienced. 
For the details of each statement score, the national differences are shown in the 
following table :- j 
, ;i 
TABLE 29 
MEAN SCORES FOR JOB SATISFACTION ITEMS AMONG COUNTRffiS 
Combined 
Nfltfi 
Item Description national Hong Kong Taiwan Singapore Remarks 
sample 
A I find real enjoyment in my 2.86 3.04 2.94 *2.24 SG > HK & TW 
job 
B I Uke my job better than the 2.85 3.02 2.9 *2.31 S G > H K & T W 
( 
average person 
C I am seldom bored with my 2.9 2.97 2.99 *2.55 SG > HK & TW 
job 
D I would not consider taking 3.36 3.41 3.49 *3.03 S G > H K & T W 
another kind of job 
E Most days I am enthusi^ic 2.46 *2.63 2.25 2.34 HK < TW & SG 
about my job 
F I feel fairly satisfied with my 2.69 2.79 2.71 *2.36 SG > HK & TW 
job _ » « _ » « « « « « » ^ _ _ » _ » _ ^ _ J » > _ _ _ _ _ » » _ L - _ » ^ ^ _ _ _ ^ _ 
*ANOVA test, mean score significantly different from others at confidence level = 95%Note : 1 = strongly agree and 5 = strongly 
disagree, "A > B" in Remarks means A agrees to the statement more than B does 
40 
Taking the combined scores for Question 16, we note that the Singapore samples 
indicate the highest level of job satisfaction consistently while Hong Kong samples 
relatively score the lowest satisfaction level. 
TABLE 30 
COMBE^D MEAN SCORES FOR JOB SATISFACTION ITEMS AMONG COUNTRffiS 
1 
! 
Hong Kong Taiwan Singapore Remark _ e | 
^ ^ ^ ^ ^ ^ ^ _ ^ ^ _ _ ^ ^ > _ _ > ^ _ > ^ ^ < ^ _ > B > < _ > ‘ • • • • • - :.. - . . - - •• • • •• - - - . . . 
Combined National 17.73 17.13 *14.67 S G < H K & 
Sample TW 
Administration 18.14 18.00 *14.83 S G < H K & i 
TW 
Operational #17.84 16.15 #14.69 HK > SG 
Manager/Supervisor 15.97 13.83 15.12 N.S.D. 
*ANOVA test, mean score significantly different from those of other two countries at confidence level = 95% 
# ANOVA test, mean score significantly different from the other marked with “#” at confidence level = 95% 
Note : 1 = strongly agree and 5 = strongly disagree, “A > B” in Remarks means A agrees to the statement more than B does 
N.S.D = No significant differences in the mean scores among the countries 
丨  I 
To go into the job rank level in each country, we notice from the above table that at the ' 
administrative staff level, Singapore samples do score a significantly higher job 
satisfaction level than their partners in Hong Kong and Taiwan. However, this 
difference has a slight change in the operation staff level. Taiwan and Singapore 
samples show no significant statistical differences in job satisfaction level while the 
Hong Kong samples are relatively low in the job satisfaction score. When we 
investigate the manager/ supervisor level, such a difference in job satisfaction has 
virtually disappeared among the countries indicating that the senior staff at all three 
locations demonstrate a more or less similar job satisfaction level. 
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Also, it is found that an individual's marital status may also relates to one's job 
satisfaction level. Relatively, the Never-married group appears to demonstrate a 
significantly lower job satisfaction level than the Married group. 
TABLE 31 
MEAN SCORES FOR JOB SATISFACTION ITEMS BY MARTIAL STATUS 
I 
_ _ _ _ ^ _ ^ ^ _ _ _ _ _ _ _ _ _ _ _ « _ _ - _ _ _ _ » i _ _ ~ ~ ~ ~ ~ ~ i 1丨 
r ~ " ~ T " ~ ~ ~ " ^———~———Y^ I ~ " ~ ~ ~ ~ ~ ^ • 
：• ‘ t| 
Item Description Married Never Married Divorced Remarks N ^ 
• :: . . _ : ； . , _ : : ； ::「：. . 
A I find real enjoyment in 2.6269 *3.0453 2.6667 M > NM 
myjob 
B I like my job better than 2.6443 *3.0303 2.3333 M > NM 
the average person 
C I am seldom bored with 2.74 *3.00 3.22 M > N M 
myjob 
丨, 
D I would not consider 3.21 *3.47 2.89 M � N M ； 
taking another kind of job 
E Most days I am 2.34 *2.57 2.11 M � N M 
enthusiastic about my 
lob 
F I feel fairly satisfied with 2.52 *2.80 3.11 M � N M 
myjob 
*Mean score which is significantly different from the other at confidence level = 95%, 
the size of Divorced group is too small and is not compared with others statistically 
Note : 1 = strongly agree and 5 = strongly disagree, “A > B” in Remarks means A agrees to the statement more than B does 
In general, it was revealed that the Manager/ supervisor staff has a higher job 
satisfaction level than the general staff. The management people is significantly 
different from the operation staff in (A)" I find real enjoyment in my job" and is also 
different from both administrative and operation staff in (B)" I like my job better than 
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the average person. ” In both statements, this group of management staff scored a 
much lower mean score indicating a higher agreement level towards the statements. 
TABLE 32 
MEAN SCORES FOR JOB SATISFACTION ITEMS AMONG JOB RANKS 
Note 1 
Item Description Administrative Operation Manager/Supervisor Remarks j 
(A) m (M/S> 
A I find real 2.88 2.95 *2.57 (M/S) > A & 0 
enjoyment in my 
job 
B Ilikemyjobbetter 2.85 3.02 *2.48 ( M / S ) > A & 0 
than the average 
person 
C I am seldom bored 2.96 2.85 2.77 N.S.D 
with my job 
I 
D I would not 3.41 3.32 3.21 N.S.D 
consider taking 
another kind of job 
E Most days I am 2.52 2.48 2.20 N.S.D 
enthusiastic about 
myjob 
F I feel fairly 2.73 2.67 2.59 N.S.D 
satisfied with my 
|job 
*ANOVA test, mean score significantly different from others at confidence level = 95% 
Note : 1 = strongly agree and 5 = strongly disagree, "A > B" in Remarks means A agrees to the statement more than B does. 
N.S.D = No significant differences in the mean scores among the countries 
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Among the six items in Question 16，we find that interestingly there is a higher 
correlation between Item C and F; and Item E and F. While 16F indicates a general job 
satisfaction level, 16C states one's feeling towards the boredom of the job. It appears 
that the less boring the job to the individual, the more satisfied the individual towards 
the job. Also, for 16E, if an individual states that he/ she is enthusiastic about the job in 




It is logical to think that a portrait of one's ideal job will in one way or the other 
describe one's underlying work goals. Question 19 is designed as a cross measure to 
validate the response in Question 15 (the importance of work goals). The respondents 
were asked to rate the importance of seventeen job characteristics to them with respect 
to an ideal job on a five-point scale, with 1 as Least important and 5 as Most Important. 








DISTRffiUnON OF MEAN SCORES FOR H)EAL JOB ITEMS AMONG COUNTRffiS 
~ Question |Combined"""" Hong K o n g ~ _~""Taiwan Singapore Remarks 丄 ^ 
national 
sample : . . • . . ; . ..... . . • 
~ Have high security of 4^06 #3.85 #4.34 ~ ~ H K < TW 
employment 
b ~ Have a lot of new things to 3 M *3.54 i T U J W HK < TW&SG 
learn 
~ Have an opportunity to 3 ^ #3.78 4 M #4.15 HK < SG 
promote 
d Have mtle job pressure and O s O s 3 ^ ^ N.S.D. \ 
stress |1 
e Have an element of variety O ? * H s 3J5 3.88 H K < T W & S G \ 
and adventure in the job || 
厂 My superior can give me 3 m *3.74 i!00 4 ^ HK < TW & SG 
clear instructions 
厂 Make good money ‘ 1 ^ #3.96 #3.58 #4.39 TW < HK < S( 
h~" My superior gives me Tm *H4 4^ 27 442 HK < TW & SG 
immediate feedback on 
performance with 
recognition and areas for my 
improvement 
i~~ My superior always consults T ^ *3.51 3 ^ J J f HK < TW & SG 
me in making decisions 
J ~ Have a lot of freedom and ^ 6 *3.63 O o 4J09 HK < TW & SG 
autonomy in handUng my 
work 
k Have good physical working 0 9 * ^ 4^9 T M HK < TW & SG 
environment 
1 Havelotsofleisuretime 3 m ^ 8 l 0 7 *2.71 SG < HK & TW , 
^ Have an opportunity to help O T * H E O s 3 M HK < TW & SG , 
the others and serve the 
community 
i i ~ Work relations with my T m *3.79 4"IT 4.41 H K < T W & S G 
superior and coUeagues are 
good 
� T h e work place is close to 3^3 J l s *3.76 3.33 T W > H K & S G 
where I Uve ：. 
厂 I can obtain a high sense of ^96 "“*3.67 4 l T O J HK < TW&SG 
achievement in my job 
厂 The working hours are m #3.48 #3.76 3 ^ ~~~HK < TW 
flexible to me ____^_________ ^ ^_____^______ _ _ _ _ _ _ ^ _ J _ ^ _ _ _ _ ^ _ ^ _ L _ _ _ _ _ _ _ _ _ _ 
*ANOVA test, mean score significantly different from those of other two countries at confidence level = 95 % 
# ANOVA test, mean score significantly different from the other marked with “#” at confidence level = 95% 
Note : 1 = least important and 5 = most important, "A > B” in Remarks means A agrees to the statement more than B does 
N.S.D = No significant differences in the mean scores among the countries 
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Taking the average mean scores, the highest scored element of an ideal job, in the order 
of importance, are Item 19(H) “ My superior gives me immediate feedback, “ 19 (A) 
“ High security of employment" and 19(N) “ Good work relations with superior and 
colleagues，，. Item 19 (K)“ Make good money" is only ranked as the fifth element in 
terms of mean scores. 
1 
Again, factor analysis was used to condense the items into a few major attributes. | 
|[ 
Three factors were extracted using principal component analysis. The Equamax |i 
method, which simplifies both the factors and variables, is used to perform an 
i 
orthogonal rotation to derive a simple structure to facilitate interpretation. The total ! 
i 丨. 
variance accounted for were 60.3%. After the formation of clusters (Appendix IV), 
three distinct groups are identified :-
i 
Cluster One : “ Traditional ” view who perceives an ideal job of having (A) good job 
security, (B) new things to learn, (C) promotion, (E) variety, (F) clear instructions, (G) 




Cluster Two : “ Leisure “ type who expects an ideal job to contain (D) little job 
pressure, (L) leisure time and (0) proximity of work place. 
Cluster Three : “ Independent involvement “ group who favors an ideal job to have 
elements like (I) consultation, (J) freedom and autonomy, (K) good physical working 
environment, (M) opportunity to help the others, and (Q) flexible working hours. 
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There is a tendency that more Hong Kong samples favor the “ leisure，，cluster and 
more Taiwan samples favor the “ independent involvement “ cluster. Singapore 
appears to be quite equally distributed among the three clusters. 
TABLE 34 




HongKong Taiwan Singapore 
(N = 2 3 , P = 1 3 , ( _ = 8 7 ) 
Traditional ^ ^ 30 
(36.1%) (21.7%) (34.5%) 
Leisure ^ 44 ^ 
(42.6%) (31.9%) (27.6%) 
Independent 49 64 33 
involvement 
(21.3%) (46.4%) (37.9%) 
Chi-square test shows interdependence between cluster types and country samples at confidence level > 95% 
For age difference, while the younger age group tend to lean towards the" leisure “ 




DISTRffiUnON OF H)EAL JOB ELEMENT CLUSTERS ACROSS AGE 
Traditional Leisure Independent Total 
involvement 
. . . . . . . , ;• . . • , • . . . • . . . -. •, ： . . _^_ . - •• . . . •••••• . . ‘ . . •• . . •• : • • • _^:^^_r^^_ 
Below 21 2 6 1 9 
(1.4%) (3.6%) (0.7%) 
21 - 25 34 45 31 110 \ 
(23.8%) (27.1%) (21.4%) ^ 
26 - 30 73 73 57 203 
(51.0%) (44.0%) (39.3%) 
31 -35 27 30 37 94 
(18.9%) (18.1%) (25.5%) 
36 -40 5 9 11 25 
(3.5%) (5.4%) (7.6%) 
41 -45 2 1 7 10 
(1.4%) (0.6%) (4.8%) 
46 - 50 0 2 0 2 
^ (1.2%) ^ 
51 or above 0 0 1 1 
(0%) (0%) (0.7%) 
Total 143 166 145 454 
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TABLE 36 
DISTRTOUnON OF n>EAL JOB ELEMENT CLUSTERS FOR JOB RANKS 
Administrative Operation Manager/Supervisor 
Traditional 74 50 9^ 
( 3 1 . 2 ^ (32.3%) (34.5%) 1 
_ ^ - . . - . . ^ ^ - ^ - > - ^ ^ - — — — — ^ — — " — ^ • " " " " " ^ ^ • " — " " — ^ " " " " ' ^ _ « « « « ^ ~ — ^ ^ « " ^ ~ « ^ ~ " " — ~ ^ " ~ ~ " ~ � 
). 
Leisure ^ 21 ]^ ( 
(32.1%) (48.4%) (21.8%) 
Independent 87 30 24 
involvement 
(36.7%) (19.4%) (43.6%) 
Chi-square test shows interdependence between cluster types andjob ranks at confidence level > 95% 
From the captioned table, we also notice that while the operation people tend to favor 
the Leisure cluster of ideal job elements, the more senior management people will 









Our findings show some similarities with the MOW study. Firstly, the accountability 
definition ( l lL) and task-orientation definition ( l lD) are ranked high in both studies. 
Also, both studies found that" If it is not pleasant" is the least popular definition of 
work. 
Also, in our study, we fmd that all three countries most agree to the “ Duty ” 
definition among the four definitions outlined in the MOW study. One of the 
interpretations is that people in Asia tend to stress on the importance of sense of 
responsibility towards work. On the other hand, it may also be interpreted that people 
in general only perceive working activities as some obligations to fulfill without giving 
it due importance as a kind of personal achievement or contribution towards the society. 
Comparing our cluster findings with that of the MOW study, we will note that there are 
some differences in the grouping of clusters. For our Cluster One "- Basic “ (Tasky^ 
place/ instruction) work definition, it absorbs the" Duty" and" Burden" definition in 
the MOW study through the incorporation of elements of l l C " If it is physically 
strenuous “ and l l D " If it belongs to your task.，，The greatest similarity is in Cluster 
Two - “ Traditional，，work definition as it resembles four of the five items of the 
"Concrete" work definition in the MOW study. The only difference is (N)‘ If others 
profit by it “ that replaced the (A) “ If you do it in a working place “ in the MOW study. 
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For Cluster Three, it encompasses the “ Sociafl work definition in the MOW study by 
including (E) “ If you do it to contribute to society，and (F) “ If, by doing it, you get 
the feeling of belonging，，but it also covers those activities that involve mental strain 
and create value to the others while the individual has to take responsibility for it. 
Also, this group of people shows a strong disagreement to the Duty/ Burden definition 
of work. 
’ 
It was found that most Hong Kong people fall into" Traditional “ cluster referring to 
working as activities that have concrete elements including definite time; the nature is 
unpleasant but one has to do it; have monetary reward and others will profit from it. In 
a way, these are all practical and instrumental definitions of working in the minds of 
general public. Comparatively speaking, the samples in the other locations appear to be 
less practical-minded and focus more on the" Sophisticated ” and “ Societal “ 
dimension of contribution to society; to get a sense of belonging. One of the 
speculations accounts for the relative disengagement of Hong Kong people in this 
orientation is that while the other locations are all independent countries with own 
sovereignties, Hong Kong is an colony about to go back to Chinese rule and the people 
there traditionally have little sense of responsibility towards the society at large. In 
fact, Hong Kong society has been described as “ minimally integrated ”. (Lau, 1982) 
Also, it was revealed that the more senior the employees are, the more they lean 
towards the “ Sophisticated，，work definition, the less they agree to thd' Traditional or 
Concrete ” definition as compared with the junior rank of administrative and operation 
staff. The question of whether how one defme a job may affect one's job performance 




According to the MOW study, approximately two out of every three individuals has a 
strong attachment to working as a life role. On the other hand, there are some startling 
differences in work centrality scores in different countries. Japan has by far the highest 
score (7.78), Britain the lowest (6.36) and the American sample occupies a middle 
1 
position (6.94). Also, looking at the percentage distribution of work centrality scores ；' 
by country, there are about 12 times as many high scorers as low scorers in Japan. The 
same proportion is about 4 : 1 in USA and drops to approximately 2 : 1 in Britain. 
We often hear that Japanese are" workaholics，，or “ corporate warriors" who devote 
themselves fully to their companies. It was found that the annual working hours for 
Japanese was 2,150 whereas for Americans and Europeans it was only around 1,600 to 
1,800. (Mainichi Daily News, 1989) Looking at it from another angle, the annual hour 
of leisure for Americans was 2,284 and was only 1,858 for Japanese. (Japan Times, 
1 9 8 7 ) 丨 
\ 
In our study, the work centrality mean score of 7.71 for the combined national samples 
is relatively higher than that of the MOW findings of 6.98 in the year of 1987. 
However, a general mean may not tell too much and we are interested in the specific 
scores for each location involved in the studies and its subsequent implications on job 
satisfaction. Singapore samples have both the highest work centrality scores and the 
highest job satisfaction level (Table 15 and 29). The relation of job satisfaction and 
work centrality will be discussed in the latter part of the report. 
On the other hand, the work centrality scores and the job satisfaction scores are quite 
similar in Hong Kong and Taiwan. The only difference is that in Hong Kong there are 
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57.8% of high scorers, 40.5% of moderate scorers and only 1.7% of low scorers. In 
Taiwan, the proportion is 59.3% high scorers, 35.7% moderate scorers and a 5% of low 
scorers (Table 16). 
Concerning the nature of the job, it was found in the MOW study that people who have 
a high-quality job (meaning variety, autonomy and responsibility) have relatively high 
1 
work centrality scores and they put pay incentives significantly lower than the average :丨 
respondent. People who have poor working conditions, and repetitive, demanding, 
dangerous and unhealthy work show the opposite pattern. This finding appears to hold 
true in our study too. Managers and supervisors have a significantly higher level of 
work centrality scores than the administrative and operation staff. (Table 18) Also, 
nearly 50% of managers and supervisors fall under the “ Sophisticated ” work 
definition group (Table 14). They also demonstrate a relatively more positive feeling 
and job satisfaction about their job relative to the other staff (Table 32) The work 
definition cluster, the job rank difference and the job satisfaction level appears to have 
some delicate correlation if not casual relations. This may be another area of interest : 
I 
warrant further research. 
The MOW study also shows that work centrality is to some extent a function of age; 
older people think work is more important than younger people. However, this is found 
to be statistically not significant in our study. 
We are also interested in exploring into the question of whether there are gender 
differences in work centrality. Ritzer (1972) had proposed that female gender role 
socialization causes women to view the job as less central than do men. A slightly 
different theoretical slant maintains that lower job involvement of women is a necessary 
coping mechanism with the load of their dual role as wives and mothers and employed 
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workers. (Hall & Hall 1979; Holohan & Gilbert，1979; Pittman & Orthner，1988; 
Beutell & Greehaus, 1982; Powell and Posner, 1989; Walker, Tausky, & Oliver，1982). 
In the MOW study, except Belgium and USA, in the other countries and noticeably in 
Japan, women have low work centrality. There can be two plausible explanations for 
these findings of differences between men and women in work centrality : one 
attributes these to family factors and resultant role overload (the dual-role theory), the 
other to the social settings in which the females often occupy junior ranks or lower-
status jobs in the society. In the first case, one would expect women to have lower 
work centrality than men, regardless of occupational status, whereas in the second case, 
both men and women should have lower centrality in the lower-status positions as 
compared to the higher ones, with no difference between them. 
In our study, we find that again the females have relatively lower work centrality scores 
than the males across the board. (Table 17) 
For Question 13, we notice that Singapore samples are again distinct in that they put 
relatively a higher percentage of importance to My Religion and less to My Leisure and 
My Community. This may be due to the fact that some of the respondents in Singapore 
are Malays who are most probably Muslims for whom the religious activities do 
account for one of their important life areas. Relatively, Singapore samples therefore 
place less emphasis on Leisure and Community. 
On the other hand, the Lottery Question (Question 18) is future-oriented and aims at 
removing the underlying financial rationale or the financial necessity behind working 
and evaluate an individual's commitment to work in non-financial terms which are 
essentially psychological or sociological in nature. In the combined national sample of 
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the eight countries in the MOW study, the percentage of individuals who would 
continue to work in individual countries varied from a low of 68.9% in Britain to a high 
of 96.3% in Yugoslavia. 
In our study, as shown in Table 20, the percentage is quite similar for Hong Kong and 
Taiwan (94.4% and 96.5% respectively) while Singapore is significantly lower by 
1 
scoring a 86.2% only. It is quite a paradox that on one hand the Singapore samples 
have a higher work centrality score and thus value work as one of the prime life areas 
while on the other hand relatively more people will choose to abandon working should 
they one day make a big fortune. 
Again, the fact that consistently a higher percentage of females in all three locations 
choose to abandon work after winning the lottery indicates that there is a divergence in 
work centrality between the genders. 
Wnrk functions 
t 
Our finding is quite similar to that of the MOW study as both studies find that the 
practical function of income generation is most popular (Table23). The difference is 
that the ranking of the interpersonal function and that of the intrinsic function is just a 
reciprocal of second and third place in the two studies. 
Since the intrinsic work function is the third major work function revealed by the 
respondents, the human resources professionals may also like to discover what are the 
necessary ingredients of an interesting work that make people satisfied and motivated 
towards work However, there may not be a uniform evaluative framework among 
individuals as to what makes work intrinsically interesting and satisfying. Hence, this 
will be a good area for exploration in future. 
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We also notice that Taiwan is significantly different from the other two locations in the 
workers' sentiment towards society at large. The function of work as a way to serve the 
society appears to have a stronger appeal in Taiwan than in Hong Kong and Singapore. 
Although both Taiwan and Singapore are independent countries, the Taiwan nationals 
demonstrate a higher sense of public duty in this regard. This will be further explored 
i 
in our discussion of Societal Norms. 
Work goals 
It has been argued that different patterns of work goals are related to differences in job 
preference and job satisfaction, which ultimately may affect frnn performance (Adams, 
Peterson & Shcwind, 1987). 
It has been held in recent Western studies that money (the pay system) is not the most 
effective motivational device. Most behavior scientists tend to advocate for 
challenging jobs, participation in decision making, feedback and other non-monetary 
stimulants to facilitate for employee motivation. 
In Hofstede's (1980) massive study of managers in 40 countries on their attitudes 
towards work, he reported that the most highly valued goals among Taiwanese 
managers in a U.S. firm are pay, working with cooperative co-workers and task 
challenge. The least-valued goals are time for nonwork activities and working 
conditions. American and Japanese workers rank advancement rather than cooperative 
co-workers among their top three work goals, and Japanese employees rank job security 
lowest. 
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Shenkar and Ronen (1987) compared People's Republic of China, Taiwan, Hong Kong 
and Singapore residents in their study of Chinese managers. They found that the PRC 
managers rank high in Co-workers who cooperate and Good working relationships with 
manager and low in Time for nonwork activities. 
In the MOW study, the most important work goal by a wide margin is to hav^ 
1 
Interesting work" while next in order are" Good pay" ," Good interpersonal relations 丨 
“and “ Good job security." For our study, the most important work goal is identified 
as “ Good pay，，which is to be followed by" A lot of opportunity to learn new thing^' 
and “ Interesting work." It thus appears that the importance of having interesting work 
or the subsequent job enrichment programs may vary in different locations. While 
some people may value it as the prime work goal, the others may take financial reward 
as a more important work goal or motivator. 
Among the three locations, the Hong Kong samples can be called the most materialistic 
ones as relatively a larger proportion of them put" Good Pay" as one of the top three > 
I 
work goals. One of the speculations is that approaching 1997 more and more Hong 
Kong people develop an increasing instrumental view towards work. People tend to 
save for their fUture in case that they try to resist to stay in a communist regime and 
want to migrate to overseas. Thus, we see that more Hong Kong respondents than the 
other locations treasure" Job Security.“ This appears to be cynical to a society of 
traditionally having nearly full employment. However, in view of the recent adverse 
economic conditions and the widespread concern on the surging unemployment rate, 
such a finding is also understandable. 
On the other hand, for the case of Taiwan and Singapore, they are independent 
sovereignties and the citizens have a better governmental protection against ftiture 
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uncertainty. Hence, less concern on job pay and security relatively. Instead, both 
locations appear to emphasize on “ A lot of opportunity to learn new things.，，In order 
for the company to instill a higher motivation among the staff, various job enriching 
and job rotation measures should be considered. 
As women occupies an increasing important role in the modern business environment, 
the understanding of the work goals of women in relation to men is also of paramount ] 
importance. i 
Studies that have compared cross-national samples of men and women also find some 
similarities and a few persistent gender differences in values. Crowley, Levitan and 
Quinn (1973) discovered that men and women in the United States were similar in their 
desire for promotion (but only if they thought it possible); for meaningful, challenging 
work; for the opportunity to make friends at work; and for competent supervisors. Men 
were more likely than women to value freedom and to want to continue to work even if 
they had sufficient income; whereas women were more likely to value location, and 
working conditions. Harpaz (1988) on the other hand found that adequate pay and 
autonomy were valued more highly by men at all levels, whereas convenient work 
hours, good interpersonal relations, and a good match between job requirements and 
abilities were more highly valued by women. 
In our study, we find that while the males respondents valued more Job promotion and 
Job security, the females are found to be less instrumental and tend to emphasize more 
on Opportunity to learn new things. On the other hand, there is no much evidence to 
prove that the females value Interpersonal relations and Good match between job 
requirements and abilities more than the males. 
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Societal norms 
Many former authors had suggested the so-called “ traditional work ethic view" - that 
work is good and non-work is bad. It is apparent that this traditional work ethic which 
sees work as a duty or moral obligation traces its recent heritage to the Protestant Work 
Ethic as developed by Weber (1922) and later articulated by others such as Blood 
(1969). However, there is a counter view on this issue (Macarov, 1980; Rosow, 1981; 
I 
Schmidt, 1974)，which suggests that the traditional work ethic is being replaced through 
the development of standards about working which are now more heavily based on 
values such as leisure, family life and the dominance of work rights over work duties -
entitlement work norms. 
In our study, we find that the Singapore samples lean more towards the" Saving for 
the future，，obligation norm. This is conceivable in her particularontext in which the 
government has introduced Central Pension Fund for a long time as part of a social 
security scheme and the citizens are generally encouraged to save and are used to the ： 
habit of contributing a considerable portion of their income towards this saving 
scheme. 
On the other hand, the Taiwan samples lean more towards the acceptance of the 
obligation norm of “ working to contribute to society" as well as “ value one's job 
irrespective to the job nature." Again, we notice that the Taiwan samples tend to owe 
a higher obligation sense towards her own society. This finding also echoes the 
previous finding that Taiwan samples attach more points to" My community" relative 
to Singapore and Hong Kong (Table 19) and the function of work to serve one's 
society (Table 23). 
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Hong Kong samples appear to be quite ambiguous as their agreement level towards 
each statement is relatively lower than the other two locations. Hence, the Hong Kong 
samples are more ambivalent towards the obligation and entitlement work norms than 
the other locations. This is particularly distinct in (17E) in which the Hong Kong 
respondents are less inclined to agree that" A job should be provided to every 
individual who decides to work". (Table 27) This thus reflects that while Hong Kong 
respondents do not have as much strong obligation sense towards the society as that of 
their Taiwan or Singapore counterparts, in the mean time, they do not expect much 
from the society or public sector (government) neither. One of the possible 
explanations is that the traditional government non-interventionist policy in the 
economy has fostered such a sentiment. 
•Tnh Satisfaction 
According to the Two-Factor Theory of Herzberg, Mauser and Snyderman (1959), job 
factors could be classified as motivators (or intrinsic factors) and hygiene factors ； 
(extrinsic factors). Motivators were important for job satisfaction but had no effect on ‘ 
job dissatisfaction. Hygiene factors, on the other hand, were the major causes o f j o b 
dissatisfaction and could not induce job satisfaction. 
Lawler's Discrepancy Model (1973) proposed that job satisfaction results from a lack 
of discrepancy between two sets of subjective experience : what a person expects to 
receive from his job and what a person feels he actually receives. The essence of the 
theory is to use the perceived outcome instead of the actual outcome received. 
While the Singapore samples score the highest job satisfaction level, we fmd that the 
major divergence with the other two locations are in the administrative level only. For 
the operation staff，Hong Kong has a relatively lower job satisfaction level when 
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compared with Taiwan and Singapore which indicates that the company management 
may have to do something on that. On the other hand, the manager/ supervisor level 
indicates a relatively higher job satisfaction level across the board and the country 
difference appears to lose its impact in this particular staff level. 
The fact that both the Singapore samples (by country) and the manager/ supervisor rank 
^ 
(by job rank) score the relatively higher job satisfaction as well as a higher work 
centrality score seem to support the argument that job satisfaction tends to increase 
work centrality. This can be interpreted as when a worker has a more positive 
feedback of work experience, one is more willing to invest mental energy in this role, 
and thus, increase work centrality. 
Tdeal Job 
As discussed in the above, job satisfaction is a result of the difference between what 
one wants and how one perceives what he has received. Here, the part of “ what one 
I 
wants ” can be considered as the elements of an ideal job. 
While we fmd that the most important work goal in our population is" Good Pay “ 
(Table 24)，we also fmd that people opt for “ Immediate feedback from superior，，and 
“ Good relations with colleagues ” instead of “ Make good money “ as the prime 
elements for ideal job. Such a difference demonstrates that people inherently draw a 
line between one's work goals and one's ideal job elements. There are some facets of 
work that they can strive to achieve on their own, such as good pay and the other facets 
that they may not be able to directly influence the outcome, such as good work relations 
with the others and immediate feedback from superior. While the work goals are 
considered as a kind of target or aim that one can strive to achieve out of one's best 
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efforts, some job outcomes would be desirable as important ideal job elements but they 
may be beyond the direct control of an individual. 
When we go into the country-level differences, we notice that relatively more Hong 
Kong people go for the Leisure cluster and Taiwan people go for the Independent 
Involvement cluster. It may be due to the fact that the workers in Hong Kong are 
， I 
notorious of having high job pressure and long working hours and therefore more eager 
to have more leisure time and little job stress in an ideal job. For the case of Taiwan, 
the local management style and traditional work values entail that there is respect to the 
line of authority in an organization and this may imply a higher aspiration for more 
freedom and autonomy in an ideal job. Singapore appears to be quite equally 
distributed among the three clusters. 
For the local Human Resources professionals, these findings will help them develop 
more locally-specific programs directed towards enhancing job satisfaction. For Hong 
Kong workers, programs that teach them how to release job stress and to enjoy real fun 
I 
from the job will be highly treasured. For Taiwan, the more appropriate tools would be 
the incorporation of participative work method and the instillation of team spirit 
projects that allow close interaction among the workers. 
As regards to the job rank differences, it is quite understandable that Operation staff, 
mainly drivers who engage in outdoor pick-up and delivery work which by nature are 
very manual and physical-energy consuming work, will value more “ Leisure Time，，， 
“ Little Stress" as ideal job element whereas senior staff of Managers/ Supervisors will 
be keen on having “ Autonomy “ elements in an ideal job. 
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Similarly, it was found that younger work force treasure more on the leisure part of the 
job while more mature workers will go more for the autonomy elements. Whether the 
differences in ideal job elements are due to the job rank differences or age differences 










In this chapter, we will consolidate the findings on the meaning of work differences and ； 
similarities on the three locations covered in this study. 
In general, the work centrality scores in Hong Kong, Taiwan and Singapore are 
relatively higher when compared with the countries included in the MOW study. 
For Hong Kong, though the work centrality score is not found very high when 
compared with the other two locations, it is already higher than most of the western 
countries covered in the MOW study. Overall the Hong Kong samples are found to be 
i 
more materialistic and 60% of the respondents take “ Good pa^ as the most important ‘ 
work goal. People also tend to support the Traditional definition of work instead of the 
Sophisticated definition while the latter is widely accepted by the samples in the other 
two countries. 
For societal norms, the people tend to be indifferent towards entitlement and obligation 
norm. Under the laissez-faire economic tradition in Hong Kong, on one hand, people 
do not expect much from the government or the society of providing job opportunity to 
everyone in the society, on the other hand, people are less keen to the argument that 
everyone has to contribute to society through working. 
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For Taiwan, although its work centrality score is the same as Hong Kong, it is distinct 
in a way that it has a much stronger obligation/ duty sense towards the society. People 
tend to agree that every able-bodied person should work to contribute to society and 
one should value the work even if the job is dirty，unskilled or boring. Only a very 
minority of the people will choose to stop work after winning a lottery. On the other 
hand, they treasure much on the opportunity to have new things to learn over the work 
] 
as well as an interesting work. 
For Singapore, they show the least agreement to the “ Burden，，definition of work, 
have the biggest proportion of people falling into" Sophisticated ” definition of work 
and have the highest work centrality score. Moreover, they also show a more positive 
feeling towards the company as they have the relatively highest job satisfaction level 
(especially the administration staff) and more people will stay in the same job even 
after winning a lottery. Interestingly, it also has a highest percentage of people 
choosing to stop work after winning a lottery. 
t 
I 
We also fmd that the gender difference is a determinant of work centrality scores. The 
males tend to have a higher work centrality scores than the females across the board. 
Another significant variable is the job rank difference. The higher position the one has 
in an organization, the higher is the work centrality score. Managers / Supervisors are 
found relatively to have higher work centrality score than the junior staff and higher job 
satisfaction level. In the meantime, a larger proportion of them also fall under the 
Sophisticated work definition group. 
For the human resources professionals, they may like to know that besides pay 
incentive, a lot of staff do aspire to have opportunity to lean new things and to have 
interesting work as their prime work goals. Moreover, given that the respondents had 
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indicated that it they find the job less bored, they tend to have a higher job satisfaction 
level. More efforts should be channeled towards this aspect. Also, since the managers / 
supervisors are relatively higher in job satisfaction than the lower rank staff, specific 
efforts are recommended to focus on the lower rank staff with an aim to enhance their 
interest and subsequently satisfaction level towards their jobs. As the respondents 
across the board indicate that they demand the superiors to consult them whenever there 
* I 






LEMITATIONS OF OUR STUDY 
It is important to register notes of caution necessary in interpreting the findings. 
As with most research, some aspects of this study limit the generalizability and the 
certainty of its results and conclusions. The selection and composition of the sample in 
the present study limit the generalizability of the results to a wide range of occupations 
and settings because the participants were all composed of employees in a courier 
company. Nevertheless, since the research is conducted in a single firm, many 
organizational differences contributing to the differences in work meanings, work goals 
have been controlled as well. 
Furthermore, the variations in demographic variables such as age and education are 
limited. Moreover, the composition of the population among the three countries are 
also significantly different. There are much less operation staff from Singapore 
participating in the survey when compare with Hong Kong. 
These limitations notwithstanding, the study does provide an important initial attempt 
to apply the MOW model into the Asian context. There are some areas where lurther 
research is warranted, such as how one's definition of work affect one's performance 
and thus the job rank in an organization; whether there is any causal relation between 
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Februar>' 1996 
Dear CoUeagues, 
Re ： Research Questionnaire 
We are writing to ask for your kind assistance to provide information to our research project. This is part 
of the requirements for our Three-year Part-time MBA Programme at T^e Chinese University of Hong 
Kong. The topic we select is “ The meaning of work among UPSers in Hong Kong’ Singapore and 
Taiwan；' The objective oftke research is to investigate the differences in perceiving the meaning ofwork 
as weU as the work goals among our staffin these three locations. 
Enclosed please find a copy ofthe questionnaire. Your opinions wiH constitute the most valuable input to 
the success of the research. Please be assured that aU infonnation wiH be kept confidential and 
anonymous. The research resuk wiU be presented in group statistical formats only. You can be assured 
that the information you give wiH not be disclosed individuaUy. 
We would be most grateM if you can return the completed questiomiaire at your eaiUest convenience to 
your local Human Resources Manager. We sincerety thank you for your assistance. 
. i ， z 
Yours sincereW,^ / ^ 
j / A ^ L / V ^ - < ) _ : 
IMrcWeai^^A Student ™^d<^^^ 励八 Student 
Jani(^^Chan (HK CSTC Manager) Tony Li 
Endorsed by : 




A SURVEY ON THE MEANP^G OF WORK 
A. Personal Laformation 




a) Male b) Female 
3. Age 
a) Below21 — b) 2 1 - 2 5 — 
c) 26 - 30 _ _ d) 3 1 - 3 5 _ _ 
e) 36 - 40 一 f ) 41 - 45 一 
g) 46 - 50 h) 51 or above 
4. Ethnicity 
a) Chinese — b) Indian — 
c) Malays 一 d) Otkers (jpleasQ specify) 
5. Marital Status 
a) Married b) Never married 
c) Divorced /Separated 
6. Family Membership 
How many people are depending on you financiaUy ？ ___ 
(including parents, spouse, children etc.) 
7. Education Level 
a) Primary School 一 b) Secondary School — 
c) Post secondary (but below degree level) 
- d) University or above 
2 
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8. Current Job Classification 
a) Administrative staff — (e.g. Sales, CSTC, Accounts, HR) 
b) Operational staff 一 (e.g. Drivers, Hub Assistants) 
c) Manager 
d) Supervisor 
9. No. ofyeais of fidl time working experience years 
10. No. ofyears of working in UPS years 
B. Defmition of Work 
11 • When do you consider an activity as work? Lidicate your level of agreement to 
the foUowing definitions. Score from 1 (Strongly Agree) to 5 (Strongly 
Disagree) by cirding the appropriate one. 
Strongly Agree Stropglv Disagree 
a. Ifyou do it in a work place 1 2 j 4 5 
b. Lfsomeone teUs you what to do 1 2 3 4 5 
c. Lf it is physicaUy strenuous 1 2 3 4 ) 
d. J f i t belongs to your task 1 2 3 4 5 
e. Jfyou do it to contribute to society 1 2 3 4 ) 
f lf^ by doing it, you get the feeUng of 1 2 3 4 5 
belonging 
g. Jf it is mentaUy strenuous 1 2 3 4 5 
h. Lfyou do it at a certain time 1 2 J 4 ^ 
(e.g. 9 amto 5 pm) 
L Lfit adds value to something 1 2 3 4 5 
j. Jfrt is not pleasant 1 2 3 4 ) 
k. n^you get money for doing it 1 2 ^ 4 ) 
L Lfyou have to accouQt for it 1 2 ^ ^ ^ 
nL n"you have to do it 1 ^ ^ ^ ^ 




C. Work CentraUty 
Please indicate your opinion based on working (paid employment) in general 
instead ofworkirig onfy on the presentjob. 
12, How important and significant is work relative to other parts ofyour Hfe ？ 
1 2 3 4 5 6 7 
Most important Least inq)ortant 
13, Assign a total of 100 % to indicate how important the foUowing areas are in 
your Me at present time : 
a. % My leisure (Hke hobbies, sports, recreation and contacts 
with friends) 
b. % My community (Hke voluntary organizations, 
social associations and poMcal organizations) 
c. % My work 
d. % My reHgion (Eke reHgious activities and beHefs) 
e. % My family 
(100 % Total) 
D. Work Goals 
14, To help explain what working means to you, please assign a total of 100 % ’ in 
any combination you desire, to the foUowing six statements. The more a 
statement expresses your thinking, the more percentage you should assign to it. 
a. % Working gives you status and prestige. 
b. Z Z Z ! % Working provides you with an income that is needed, 
c. % Working keeps you occupied. 
± Z Z Z % Working permits you to have interesting contacts with 
other people. 
e. % Working is a useful way for you to serve society. 
f Z Z Z o/o Working itseLfis basicaRy interesting and satisfying to 
you. 
(100 % total) 
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15. What about the nature ofyour working? How important to you is it that youi 
work Hfe contains the foHovvdng? Please read aH the foUowing elements before 
you rank your top five work goals and put the corresponding letters in the blanks. 
a. A lot of opportunity to LEARN new things 
b. Good ENTERPERSONAL relations 
c. Good opportunity for upgrading or PROMOTION 
d. CONVENEENT work hours 
e Alot ofVAMETY 
£ ENTERESTWG work (work that you reaHy Hke) 
g. Goodjob SECUWTY 
h. A good MATCH between your job requirements and your 
abiffies and experience 
i. Good PAY 
j. Good physical working CONDTTIONS (such as ventilation, 
temperature, cleaaUness, low noise level) 
k. A lot of AUTONOMY (you decide how to do your work) 
My top five work goals, in the order ofmq)ortance are ， , , ,—— 
E. Job Satisfaction 
16. This section refers to your present job. Please indicate your level of agreement to 
these statements. Score from 1 (strongty agree) to 5 (strongly disagree). 
Strongly Agree Strongly Disagree 
a. I J0nd real enjoyment in myjob 1 2 3 4 5 
b. I Hke myjob better than the average person 1 2 3 4 5 
c. I am seldom bored with myjob 1 2 3 4 5 
d. I would not consider taking another kind of 1 2 3 4 5 
job 
e. Most days I am enthusiastic about myjob 1 2 3 4 5 
f I feel fairly satisfied with myjob 1 2 3 4 5 
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F. Societal Norms 
17. The foUowing are some work-related statements that people might make. Please 
indicate your level ofagreement to these statements. Score fi:om 1 (Strongty Agree) 
to 4 (Strongly Disagree) by circHng the appropriate one. 
strongly Strongly 
Agree Agree Disagree Disagree 
a. It is the duty ofevery able-bodied citizen 1 2 3 4 
to contribute to society by working 
b. Lfaworker's skffls become outdated, Ms 1 2 3 4 
enq)loyer should be responsible for 
retraining and reemployment 
c. Every person in our society should be 1 2 3 4 
entitled to interesting and meaningful work 
d. People in cmr society skoidd aHocate a 1 2 3 4 
large portion oftheir regular income 
toward savings for their future 
e. Ajob should be provided to every 1 2 3 4 
individual who desires to work 
f A worker should value the work he or she 1 2 3 4 
does even ifit is boring, dirty or unskilled 
g. When a change in work methods must be 1 2 3 4 
made, a supervisor should be required to 
ask workers for their suggestions before 
deciding what to do 
18 itaiagme that you have won a lottery and receiv ed a large sum ofmoney and 
could live comfortably for the rest ofyoiu: Hfe without working. What would 
you do concerning working ？ 
a. I would stop working. 
b. I would continue to work m the same job. 
c I w o u l d continue to work but with changed conditions. 
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G. Ideal Job 
19. Lnagine your idealjob. Consider the foHowing elements, score from as 1 as 
least important, 5 as most important Circle the appropriate one. 
Least important M o s t important 
a. Have high security of eroployment 1 2 3 4 5 
b. Have a lot ofnew things to leam 1 2 3 4 5 
c. Have an opportunity to promote 1 2 3 4 5 
to higher rankjobs 
d. Have Httlejob pressure and stress 1 2 3 4 5 
e. Have an element ofvariety and 1 2 3 4 5 
adventure in the job 
f. My superior can give me clear 1 2 3 4 5 
instructions 
g. Make good money 1 2 3 4 5 
h. My superior gives me immediate 1 2 3 4 5 
feedback on performance with 
recognition and areas for my 
improvement 
i. My superior aKvays consults me in 1 2 3 4 5 
making decisions 
j. Have a lot offi:eedom and autonomy 1 2 3 4 5 
in handEng my work 
k. Have good physical working 1 2 3 4 5 
environment (ventilation, space etc.) 
1. Have lots ofleisure time 1 2 3 4 5 
ni Have an opportunity to help the others 1 2 3 4 5 
and serve the community 
n. Work relations with my superior and 1 2 3 4 5 
coUeagues are good 
0. The work place is close to where I Hve 1 2 3 4 ) 
p. I can obtain a high sense of 1 2 3 4 5 
achievement in my job 
q. Tke working houis are flexible to me 1 2 3 4 5 
Thank you very much for your valuable participation. 
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a) 21 歲以下 b) 21 - 25 . 
c) 26 - 30 d) 31 - 35 
e) 36 - 40 f) 41 - 45 
g ) 46 - 50 h) 51 及以上 
4.本籍： 
a )中國 b )印度 
c )馬來亞 d)其他（請說明） 
5.婚姻狀況： 
















9.全職工作經 驗 年 
10.在UPS的工作經 驗 年 
(二）工作的定義 
11.你認爲下列的各項活動是工作嗎？請圈出適當的號碼表示你的同意程度。 
〈1 -非常同意， 5 -非常不同意〉 
非常同意 非常不同意 
a.在辦公地方內進行的 1 2 3 4 5 
b.有人告訴你要去做的 1 2 3 4 5 
c . 體力勞動的 1 2 3 4 5 
d.在你工作範圍內的 1 2 3 4 5 
e .你的工作可貢獻社會 1 2 3 4 5 
f.工作給你歸屬感 1 2 3 4 5 
g .工作是須要詳細思考的 1 2 3 4 5 
h.在某段時間內進行，例如朝九晚五 1 2 3 4 5 
1.對其他事或人有意義的 1 2 3 4 5 
j .令你感到不舒暢的 1 2 3 4 5 
k .可賺取金錢的 1 2 3 4 5 
I .你須爲此負責任的 1 2 3 4 5 
m .是你需要做的 1 2 3 4 5 














































(1 -非常同意， 5 -非常不同意〉 
非常同意 非常不！^意 
a.我在工作中發現真正的樂趣 丨 2 3 4 5 
b.我比平常人更喜歡我的工作 1 2 3 4 5 
c.我甚少覺得工作沉® 1 2 3 4 5 
d.我不會考慮其他工作 1 2 3 4 5 
e.大部分日子中，我對我工作很熱誠 1 2 3 • 4 5 
f.我對我工作很滿意 1 2 3 4 5 
(六）社會的準則 
17.就以下有關工作意見，請圈出適當的號碼表示你的同意程度。 
〈 1 -非常同意， 4 -非常不同意〉 
非常同意 同意 不同意非常不同意 
a.每一個四肢健全的市民都有責任 1 2 3 4 
藉着工作來貢獻社會 
b.僱主有責任去培訓及再聘用一個 1 2 3 4 
技術將被淘汰的員工 
c.在社會的每個人都有權利去擁有 1 2 3 4 
有趣味及有意義的工作 
d.我們每人應該把正常收入的大部 1 2 3 4 
份投入儲蓄以作未來所須 
e.每一個願意工作的人都應該擁有 1 2 3 4 
工作 
f.即使工作是沉悶、航髒或毋須技 1 2 3 4 
術，在職的人都應該重視工作 
g.如果工作方法必須改變，管理人 1 2 3 4 













〈1 -最不重要， 5 -最重要〉 
最不重要 最重要 
a .有職業保障 1 2 3 4 5 
b.有很多機會學習新事物 1 2 3 4 5 
c.有晉升的機會 1 2 3 4 5 
d.甚少工作壓力 1 2 3 4 5 
e.多元化的工作 1 2 3 4 5 
f.我的上司能給我明確指示 1 2 3 4 5 
g .賺大錢 1 2 3 4 5 
h.我的上司能就我的工作表現作出 1 2 3 4 5 
迅速的回應-能鼓勵我的成就及 
指出需要改進的地方 
i.我的上司經常在作出決定前先諮 1 2 3 4 5 
詢我的意見 
j.有很多工作上的自由及自主權 .1 2 3 4 5 
k.有良好的工作環境 1 2 3 4 5 
(如空氣流通、空間等） 
1.有很多空餘時間 1 2 3 4 5 
m.有機會去幫助他人和服務社會 1 2 3 4 5 
n.和上司及同事有良好的工作關係 1 2 3 4 5 
0 .工作地點接近居所 1 2 3 4 5 
. p.我能從工作中獲得成就感 1 2 3 4 5 




APPENDIX m A 
Q1 LOCATION 
Valid Cum 
Value Label Value Frequeney Percent Percent Percentt 
Hong Kong a 239.0 50.3 50.3 50.3 
Taiwan b 144.0 30.3 30.3 80.6 
Singapore c 92.o| 19.4| 19.4| 100.0 
"""‘ Total 4 ^ 100.0 100.0 
Q2 SEX 
Valid Cum 
Value Label Value Frequency Percent Percent Percent 
Male a 281.0 59.2 59.5 59.5 
Female b 191.o| 40.2| 40.5| 100.0 
" " ^ ^ T ^ \ ^5!o m o Ioo^ 
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Q3 AGE 
Value Label Value Frequency Pereent VaUd Cum 
Percent Percent 
below 21 a 9.0 1.9 1.9 1.9 
21-25 b 114.0 24.0 24.1 25.9 
26-30 c 209.0 44.0 44.1 70.0 
31-3 d 100.0 21.1 21.1 91.1 
36-40 e 27.0 5.7 5.7 96.8 
41-45 f 11.0 2.3 2.3 99.2 
46-50 g 3.0 0.6 0.6 99.8 
51 or above h l.Q| 0.2丨 0.2丨 100.0 
"""^™3 ^ 0 “ 100.0 m o 
Q4 ETHNICITY 
Value Label Value Frequency Percent Valid Cum 
Percent Pereent 
Chinese a 386.0 81.3 82.0 82.0 
Indian b 15.0 3.2 3.2 85.1 
Malaysian c 30.0 6.3 6.4 91.5 
Others d 40.0 8.4| 8.5| 100.0 
‘ T ^ m ^ ' m^ 1 ^ 
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Q5 MARTTAL STATUS 
Value Label Value Frequency Perceat Valid Gum 
Percent Pereent 
Married a 196.0 41.3 41.6 41.6 
Never Married b 266.0 56.0 56.5 98.1 
Divorced/Separated c ^ J ^ 1.9 1 _ 
^ “ “ " " " ^ T o t a l 471.0 100.0 100.0 
Q6 FANflLY MEMBERSfflP 
Number Frequency Percent VaMd Gum 
Percent Percent 
0 117.0 24.6 25.3 25.3 
1 71.0 14.9 15.4 40.7 
2 137.0 28.8 29.7 70.3 
3 71.0 14.9 15.4 85.7 
4 31.0 6.5 6.7 92.4 
5 10.0 2.1 2.2 94.6 
6 12.0 2.5 2.6 97.2 
7 5.0 1.1 1.1 98.3 
8 4.0 0.8 0.9 99.1 
9 1.0 0.2 0.2 99.4 
10 1.0 0.2 0.2 99.6 
12 1.0 0.2 0.2 99.8 
13 1.0 Q.2| O.2| 100.0 
Total S 2 ! 0 m ! o m o 
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Q7 EDUCATIONAL LEVEL 
Value Label Value Frequency Percent Valid Gum 
Pereent Percent 
Primary a 7.0 1.5 1.5 1.5 
Secondary b 252.0 53.1 53.6 55.1 
Post Secondary c 144.0 30.3 30.6 85.7 
University or above d ^ 14.1 14.3 1 _ 
^ ^ x S 470.0 100.0 100.0 
Q8 CURRENT JOB CLASSmCATION 
Value Label Value Frequency Percent Valid Cum 
Pereent Percent 
Administrataive Staff a 243.0 51.2 52.1 52.1 
Operational Staff b 165.0 34.7 35.4 87.6 
Manager c 14.0 2.9 3.0 90.6 
Supervisor d 44.o| 9.3| 9.4| 100.0 
^ T S 3 """^460" 100.0 100.0 
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Q9 FULL TEVffi WORKESG EXPERffiNCE C ^ ) 
Number Frequency Percent Valid Cum 
Percent Percent 
0 11.0 2.3 2.4 2.4 
1 26.0 5.5 5.6 8.0 
2 37.0 7.8 8.0 15.9 
3 28.0 5.9 6.0 21.9 
4 22.0 4.6 4.7 26.7 
5 48.0 10.1 10.3 37.0 
6 41.0 8.6 8.8 45.8 
7 34.0 7.2 7.3 53.1 
8 40.0 8.4 8.6 61.7 
9 17.0 3.6 3.7 65.4 
10 55.0 11.6 11.8 77.2 
11 11.0 2.3 2.4 79.6 
12 20.0 4.2 4.3 83.9 
13 12.0 2.5 2.6 86.5 
14 10.0 2.1 2.2 88.6 
15 18.0 3.8 3.9 92.5 
>15 35.o| 7.5| 7.5丨 100 
"^^Total 465.0 100.0 100.0 
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Q10 NO OF YEARS TS UPS 
Number Frequency Percent Valid Cum 
Percent Percent 
0 9.0 1.9 1.9 3.6 
1 86.0 18.3 18.3 22.7 
2 128.0 26.9 27.4 47.6 
3 101.0 21.3 21.6 69.2 
4 37.0 7.8 7.9 77.1 
5 47.0 9.9 10.0 87.2 
6 19.0 4.0 4.1 91.2 
7 23.0 4.8 4.9 96.2 
8 8.0 1.7 1.7 97.9 
9 2.0 0.4 0.4 98.3 
>10 5.Q| l . l | l . l | 100-0 
Total S O m ^ Ioo^ 
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Q l l Mean score table 
^ m Statement Population Hong Kong Singapore Taiwan 
T ^ If you do it in a work place 2.41 2.39 ~ " 2.45 2.41 
B If someone teIls you what to do “ 2.74 *2.57 — 2.86 2.98 
~ ^ If it is physically strenuous 2.78 *2.59 2.92 3.07 
~ D ~ If it belongs to your task 2.02 2.07 #1.82 #2.17 
" ^ ~ If you do it to contribute to society “ 2.45 “ #2.57 — #2.19 2.52 
~~F~ If, by doing it, you get the feeling of ^ 7 *2.60~~~ 2.05 2.26 
belonging 
G If it is mentally strenuous 2.37 #2.42 #1.89 #2.97 
~ i r " If you do it at a certain time 2.73 — 2.85 *2.39 2.94 
" T " t f ] T a d d s value to something 2.55 *2.77 ~ 2.45 2.13 
~ T ~ If it is not pleasant 3.28 — 3.26 3.30 3.34 
K If you get money for doing it ~~ 2.20 2 ^ 2 ^ 2.36 
L If you have to account for it 2.07 2.19 *1.81 2.18 
~ ^ I f you have to doit 2.32 — ^2.42 一 #2.09 — 2.43 
~ 1 ^ If others profit by it 2.69 2.66 2.63 2.88 
*ANOVA test, mean score significantly different from those of other two countries at confidence level = 95% 
拌 ANOVA test, mean score significantly different from the other marked with “#” at confidence level = 95% 
Note : 1 = strongly agree and 5 = strongly disagree, “A > B” in Remarks means A agrees to the statement more than B does 
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Q l l ROTATED FACTOR MATRIX 
Faetor 1 Factor 2 Factor 3 
Ql lA .70697 .15255 .02326 
Ql lB .74445 .00469 .17744 
Ql lC . 7 騰 .04429 .31193 
Ql lD .64473 .35480 .00946 
Ql lE .26627 .¢4262 .10637 
Ql lF .08085 M m .01045 
Ql lG .39355 40154 -31270 
Q l l H .42666 .08254 >42968 
Q l l I . 0 0 2 7 6 ~ ~ ~： .70806 .20358 
QllJ .27244 .34517 52564 
Ql lK .35721 .19066 -35967 
Ql lL .14401 .51324 ~ .48930 
Ql lM .22578 -39002 >55052 
Ql lN .01519 .22841 -80961 
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Q12 & 13 
A. Work Centrality score (mean score) for each country 
Country Mean scores 
Hong Kong (N = 2 3 ~ 7.6076 “ 
Taiwan (N = 139) — 7.6187 “ 
Singapore (N = 84) 8.1548 “ 
Range = 2 to 10，10 is the highest 
B. Percentage distribution of Work Centrality score by country 
“— _ High Centrality I Moderate Centrality [ Low centrality 
Scores 8,9,10 Scores 5,6,7 Scores 2,3,4 
Hong Kong (N = 237) ~ 57.80% 4 0 ： ^ 1.70% 
Taiwan (N = 139) 59.30% 35.70% 5 ^ 
Singapore QS = 84) 71.80% 28.20% 0% 
All Countries QSf = 462) 60.80%| 36.8Q%| 2.40% 
Work centrality was measured by combining the results of Q12 and 13. The indicator in each question was 
transformed onto a 1 to 5 ordinal scale and added together to form a fmal score for measurement of work centrality. 
The transformation method followed the way in MOW study, say, for Q12."if working ranked first (all other life 
areas were given fewer points than work)，the response is scored as 5; a rank of second (one life area given more 
points than work and the rest fewer, or no life areas given more points than work but one or two areas equal to work) 
scored 4. third (two life areas greater than work, or one greater and one or two equal, or none greater but three or all 
four others equal) was scored 3; fourth (three greater, or two greater, and one or two equal, or one greater and two or 
three equal) scored as 2; and fifth (four greater than work, or three greater and one equal) scored 1.” 
For Q13 since low score 5’ 6，7 were quite rare, they were transformed to a value of 1, while scores of 4 were 
transformed to a value of 2, scores of 3 to a value of 3’ scores of 2 to a value of 4’ and scores of 1 to a value of 5. 
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Q15A 1st work goal 
Value Freqaency Valid Percent 
i 125 一 2 f 0 " 
a 87 — l O " 
f 62 i 3 T 
g — 53 11.4 
h - 34 7.3 
c “ 31 ^ 
B 21 4.5 
d — ~ ~ 1 ^ 4.1 
k 17 3.7 
e 9 ~ ~ T y 
~ .i 5 " ^ 
Total 丨 463 丨 100.0 
Q15B 2nd work goal 
Value Frequency Valid Percent 
a i r 14.7 
i ~ W 14.5 
i ~ ^ 14.3 
b 54 11.7 
h ~ ~ ~ 3 ^ 7.8 
c 35 7 . ^ 
~ ~ f — 3 5 . 7.6 
d 33 7.1 
k 29 — 6.T 
e 20 — 4 T 
— J " 20 4 . r 
~ ~ T ^ 463 100.0 
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Q15C 3rd work goal 
"^ Value Frequency Valid Percent 
i 70 — 1 ~ 
f 54 — l T T 
c 52 — lTX 
a 48 “ 10.5 
b 47 “ 10.3 
: " ~ g 44 9.6 
h — 4 1 9’0一 
e 27 — J T 
k 27 — T ^ 
d 24 一 i y 
j 24 “ ^ 
Total 458 100.0 
Q15D 4th work goal 
Vatue Frequency | VaildPercent 
" ^ 58 12.6 
h 47 1 0 T 
c 46 10.0 
？ l T 9.4 
i 41 8.9" 
j 41 8.9 
b 40 ^ 
~ ~ ~ V ^ | ~ 39 “ ~ 8.5" 
k 38 8 . f 
T ~ 32 7.0 
e 30 ^ 
1 2 0 . ^ 
m — 1 " 5 T 
n 1 ^ 
~ T ^ 459 100.0 
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APPENDIX rV D 
Q15E 5th work goal 
Value Frequency Valid Percent 
k 64 一 1 ~ 
i 一 51 11.2" 
j 46 1 0 T 
c 43 ^ 
g 42 — ^ 
一 b ~ T T 9.0 
a 40 ^ 
h - 33 7.3 
f 31 ^ 
1 30 6.^ 
d 可 6.2 
m 1 ~ ^ 
p T 0-2 
q — 1 0.2 
i 0 0 
n “ 0 ~ 
0 0 0 
~ ~ T ^ I 452 100.0 
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APPENDIX rV B 
Q19 ROTATED FACTOR MATRIX 
Factor 1 Factor 2 Faetor 3 
Q19A .70236 .27293 .12699 
Q19B~~ .73251 .33180 .02925 
Q19C .76981 .24156 .04018 
Q19D~~~ .17881 .07929 .ai270 
Q19E .58110 .36038 -21974 
Q19F .51024 .42844 . 31201 
Q19G""" .62446 .11247 .46859 
Q 1 9 H ~ ~ .62691 .51050 -14038 
Q19I .36803 .60680 -19043 
Q19J .47265 .54084 -25066 
Q19K .37568 .63564 .24386 
Q19L .12707 .33111 .73634 
Q 1 9 M ~ ~ .17313 .69468 -16541 
Q19N .57047~~ ~~ .53489 -12856 
Q190~~~ .02493 .40253 -63431 
Q19P .59204 .54518 .03437 
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